Multinationals have operating problems due to the multiple contexts in which they o perate. One of the greatest challenges for these organizations is the management of the cultural diversity of their human resources, in the sense of creating a collective of work capable of meeting the goals of the new economy. In Portugal, of the most represented countries at the level of their multinationals, Germany is the one that has a m ore antagonistic culture when compared with P ortuguese culture, not preventing a multiplicity of successful cases. This paper firstly aims to characterize the HRM practices used in the P ortuguese subsidiaries of the German multinationals and to see if there is a pattern in these same practices, tryin g to find out the "how" German companies manage with productiv ity the Portuguese human capital. The results dictated the existence of a pattern used in practices and a clear focus o n human resources, identified by a clear approach to HRM soft model, withou t neglecting the importance of achieving the goals, improving empowerment, kno wledge, skills and motivation.
INTRODUCTION
Globalization has made the world flat (Friedman, 2005) providing companies the exploratio n of new markets, arising a growing number of cooperative alliances, mergers, acquisitions, and, naturally, multinational corporations (MNCs) (Mayrhofer & Brewster, 2005) .
The internatio nalization of the Portuguese economy underwent a decisive bo ost with the country's accession to the Euro pean Community (EC) in 1985. Entry into the EC brought a significant acceleration of foreign direct investment (FDI) in Portugal, as demonstrated by the fact that in the first five years of integration (1986 -1991) , the FDI has a growth of more than 1000% (Mateus, 1992) . In recent years, the European Union continues to be the main source of FDI in P ortugal in cum ulative 
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practices to subsidiaries around the world the results fall short of the desired ones, making it a challenge for these companies to find suitable practices for its subsidiaries (Ismail, 2010) . This is even more relevant when comparing the values of the German national culture with the Portuguese natio nal culture, we perceive that they are practically antagonistic, having repercussio ns on the implementatio n of organizational culture (Hofstede, 1980 (Hofstede, , 1984 (Hofstede, , 1991 (Hofstede, , 2011 and therefore in HRM practices (Mayrhofer and Brewster, 2005 MNCs understood as any "company that carries out transactio ns in or between two sovereign entities, operating in a decisio nmaking system that allows the influence on the resources and capacities, where the transactions are subject to influences of exogenous factors to the context of the country of origin" (Sundaram & Black, 1992:733) , they have had in institutional theory (Meyer & Rowan, 1977; DiMaggio & Powell, 1983) The way in which MNCs evolve, namely ho w they manage di versity , i.e. the identificatio n of new and efficient ways of capitalizing on the cultural potential available to them by the local employees of the subsidiary companies, is essential to get a dominant competitive positio n (Badea, 2013; Dupuis, 2014) . 
THE G E R M A N M U L T I N A T I O N A L S I N P O R T U G A L

N A T I O N A L D I F F E R E N C E S A S K EY F A C T O R I N H R M
Human Reso urces Management as a concept "born" in USA academic circles when Fombrun, Tichy&Devanna (1984) and Beer, Spector, Lawrence, Mills & Walton (1985) bring a new perspective about the human relations in organizations.
The "hard" model developed by Fombrun et al. (1984) assumes that people are a means to an end. The "soft" model of Beer et al. (1985) is more humanistic, people are 
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different from other resources and cannot be seen and analyzed in the same way as an equipment or a number. These is the reaso n of antago nism and am biguity that surrounds HRM in practice (Price, 2011) .
The model "hard" is associated with intensive work, the practices of low wages, insecure feeling at work, tight contro l, setting short -term goals, reduced concern for the human being behind the worker, resulting in low levels of participatio n and commitment by workers (Wilto n, 2011).
The "soft" model finds its roots in ResourceBased View Theory, which understands that internal resources are the main so urce o f competitive advantage (Penrose, 1959; Wernerfelt, 1984; Barney, 1991) , providing the theoretical foundations that not only human resources can be a source of sustainable competitive advantage (Schuler & MacMillan, 1984; Pfeffer, 1994) Despite this strength, many scholars shows that the US model assumptio ns about the nature of HRM is inappropriate for Europe (Guest, 1994; Mayrhofer & Brewster, 2005; Brewster,2007) , because national differences remains a key factor in HRM (Mayrhofer & Brewster, 2005) .
The literature shows that it is difficult to import US HRM practices into Europe and it is also difficult to find a European model of HRM, because the European approach under-emphasize the level at which such differences are mos t cogent, the natio nal level (Mayrhofer and Brewster, 2005 
H R M I N P O R T U G A L
In Portugal, the role of HRM has undergone a profound evolutio n in the last years characterized by a growing concern with the management of skills and knowledge and the active role of human resources in competitiveness and excellence (Neves (Rego et al., 2015) , but it seems to be too many social, political, social, and organizational bl ocks to prevent The development of people -centered interventions in o rganizations (Moura, 2000) .
At the beginning of the 21st century, the characteristics that shaped relations in organizations in Portugal were still poorly feminine and short -term culture (Hofstede, 1980 (Hofstede, , 1984 (Hofstede, , 1991 (Hofstede, , 2011 (Cunha, 2005; Lopes, 2010) . Lopes (2010) states that Portuguese culture is strongly adaptive, having as strengths the appetite for improvisation and individual creativity, emphasizing that managing the Portuguese culture is not an easy task.
According to Rego et al. (2015) , HRM in 
RESEARCH METHODOLOGY
Since the study was an exploratory one, we opted for a qualitativ e research in order to perceive the co ntext and the functioning o f real organizations, using as empirical investigation the case study which is indicated in situations where the key investigation question it is an "how" type (Yin, 2002) .
I N V E ST I G A T I O N G O A L S
There is very little scientifically based informatio n showing how German multinationals ma nage Portuguese subsidiaries so this research will have an exploratory character. Thus, the main goal of this paper will be to characterize the HRM practices applied in German MNC subsidiaries in Portugal and to understand if there is a standard of perform ance in these companies. 
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S EL EC T I O N O F C A S E S T U D I E S
The case studies were selected in order to meet the research objectives. Given the exploratory nature of our work and with the support of the German Chamber of 
D E F I N I N G C A T E G O R I E S O F A N A L Y S I S
We supported the set of categories in the work of Liu et al. (2007) . These authors' 
I N ST R U M E N T -S E M I -STRUCTURED I N T ER V I E W
The semi-structured interview was used as the data collection instrument and script was elaborated in order to meet the research goals and was based on the metaanalysis elaborated by Liu et al. (2007) . The HRM practices referenced by the authors gave rise to the interview questionnaire and later to the content analysis categories of the interviews.
D A T A P R O C ES S I N G -C O N T EN T A N A LY S I S
In order to analyse the data, we use the technique of co ntent analysis, based on Bardin (1995) . In this sense, we defined categories that meet the research goals and they are sustained on a theoretical basis.
Thus, an analysis was developed that tries to characterize, through the interv iew data, the HR management practices applied by German MNC subsidiaries in Portugal. Table 4 
PRESENTATION AND ANALYSIS OF RESULTS
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Categories
Summary of Results
Selection
Concern about behaviour validation; Internal disclosure maintains "family nucleus"; Internal and external recruitment; The production units look for temporary work.
Performance appraisal
Alignment with goals; Overall appraisal (quantitative and qualitative); Appraisal meetings to correct trajectories; Individual appraisal; In one case, there are monthly appraisals to relate to the monthly production incentives.
Setting Goals
Definition of staff goals based on headquarters goals (negotiated); Definition of production line goals without negotiation; Logic of company -department -individual; One case does not define goals for production line.
Compensation Level Concern about keeping the company competitive by paying the industry average (one case pays above the industry).
Incentive Compensation
Meritocracy principle; Interconnection with performance appraisal; Interconnection with individual and company goals; One case does not have incentive compensation.
Benefits System They consider a main benefit the job security they provide as an employer (low turnover). In all cases there is a great concern for the physical, psychological and family well-being of workers.
Training and Development Policy
There are annual training plans tailored to the company's needs; Always in the logic of the worker personal development; Focus on soft-skills development (external training); Existence of group of internal trainers; Logic of knowledge and experience sharing; One case is a certified "training entity" (internal training academy); Formal processes in all cases.
Internal Promotion
In all cases there is the favouring of the internal promotion policy; There is a policy of valuing domestic products; Vacancies are opened internally.
Participation
Workers are encouraged to demonstrate improvements in productivity, efficiency, safety, etc…, or waste reduction. Award of proposals (monetary or symbolic).
Flextime
No flextime in production line (shifts) Flextime in staff; High concern about meeting schedules and balance with family life.
Grievance Procedures
Available IT tools, suggestions box… Incentive of the problem oralization; Transparency logic in problem solving; Use of performance appraisal meetings to address potential problems; All cases recognized the difficulty in managing this issue.
Commitment of Workers
Company reputation; Low turnover; Socially correct and adult company behaviour; Concern about the people development; Concern with the workers' family. There are studies that argue that a high turnover rate has implications for the company's results (Schuler & Jackson, 1987 ;  Sun, Aryee& Law, 2 007), because of the costs associated with recruitment and selection, training, development Skills, and productivity loss, this is at least initiall y (Tracey &Hinkin, 2008) . On the other hand, safety at work, through a natio nal culture marked by a high index of uncertainty control, is much to the liking of the Portuguese (Hofstede, 2011) .
In all the companies was a concern the wellbeing of its worker s and the balance of the work-family binomial. This concern is mirrored in the hourly flexibility that companies try to im plement, although in production units that work in shifts, it is impossible to flexibilize the pro duction line.
There is, however, an effort not to overload the workload of workers. According to companies. According to Hofstede (1984 Hofstede ( , 1991 , the oralization of a problem is difficult in a context of high hierarchical distance of Portuguese culture, a difficulty that is accentuated when i t is communicated in an indirect way, typical of a collectivist society such as the Portuguese one.
In the subsidiaries studied, the workers' commitment is achieved through a set o f factors such as the company's reputatio n, low turnover, concern with the d evelopment of workers and concern for their families. We can observe the isomorphism effect (DiMaggio & Powell, 1983) in studied MNCs.
The HRM practices implemented are influenced by country of origin, by the operational context and by the best practices, which are adapted to the context.
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